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ABSTRACT
African immigrants come to the United States and Canada for a better life; most come for
the sake of job opportunities and professional advancement. Nigerian immigrant women are one
of these groups of African immigrants. While it is likely that they experienced discrimination in
the workforce in Nigeria, research has shown that African immigrants, African immigrant
women, and Nigerian immigrant women, in particular, experience more discrimination in their
host countries. Researchers have also shown that these groups may experience discrimination
based on national origin, race, gender, educational background, and sometimes even religion.
However, there is a gap in the research surrounding African immigrants’ experiences with
employment discrimination.There is no research on the employment experiences of specific
sub-Saharan African groups, such as Nigerians, or how their experience in their new country
compares to their experience in their original country. This is necessary research as it exposes the
employment experiences of Nigerian immigrants, which can inform solutions to employment
discrimination through governmental policies and encourage employers to work towards
improving their African immigrants’ employment experiences. This research closes a small but
important part of this gap by exploring the employment experiences of Nigerian immigrant
working women in the United States and Canada through survey responses. Results show that
although Nigerian women in the United States and Canada continue to experience employment
discrimination, they have also noted factors contributing to positive employment experiences.
These positive experiences have allowed them to prefer their work experiences in the U.S. and
Canada to their work experiences in Nigeria.
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INTRODUCTION
The General Conference of the International Labour Organisation defines discrimination
as "[a]ny distinction, exclusion or preference made based on race, colour, sex, religion, political
opinion, national extraction or social origin, which has the effect of nullifying or impairing
equality of opportunity or treatment in employment or occupation (Discrimination (Employment
and Occupation) Convention, 1958). The fight against discrimination, which persists in society
and primarily affects women and minorities, is continuous and universal. Discrimination takes
different forms including racial discrimination, sex discrimination, and age discrimination. It can
occur in the many institutions that make up a society, for example, governmental and educational
institutions.
One institution where discrimination continues to affect people is the workplace. This
form of discrimination is not limited to a few countries but many, both progressive and
non-progressive. For example, recent employment discrimination statistics in the United States
show that in 2021, 61% of employees have experienced or witnessed workplace discrimination
(30+ Alarming Employment Discrimination Statistics [2022]: Recent Employment
Discrimination Cases – Zippia, 2022).
Moreover, the majority of the time, women, racial and ethnic minorities are the ones who
experience discrimination in seeking employment and in their workplaces. This discrimination
does not just occur sporadically; it occurs when discriminatory practices are used in hiring,
promotion, termination, job assignment, retaliation, compensation, and various types of
harassment, such as sexual and verbal harassment (Altman, 2020).
Because of its prevalence, employment discrimination can be explored in many ways.
One way is to study the experience of racial minorities, women, religious minorities, immigrants,
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and other marginalized groups within a society. Studying employment discrimination through the
lenses of different groups can bring the perspectives needed to change these practices effectively.
The study and research of employment discrimination are vital as they can bring to light
discriminatory practices and biases that affect different groups in work organizations. This
research can also make the government and employing organizations aware of how
discrimination affects hiring practices. This awareness can bring various changes through
implementing policies to curb discrimination in hiring practices and other employment factors.
This research is essential to the government and employers in monitoring employment
discrimination and recognizing biases. The study of employment discrimination is significant for
employees who have faced discrimination or groups who might face discrimination in seeking
employment and in their workplaces so as to recognize instances of discrimination and take
action against it.
To help better understand how different minority groups experience employment
discrimination, I explored employment experiences and employment discrimination through the
lenses of Nigerian immigrant working women through one research question. My research
question is, How do Nigerian immigrant working women assess their employment experiences in
the U.S. and Canada? I surveyed Nigerian immigrant working women in the U.S. and Canada to
answer these questions. My findings, like previous findings, show that Nigerian women working
in the United States and Canada experience discrimination in their workplaces; however,
Nigerian immigrant women prefer their American and Canadian workplaces because of less
gender discrimination and more opportunities and support they receive in their current
workplaces.
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Research surrounding employment experiences of African immigrants is essential
because sub-Saharan Africans, and within that population, Nigerians, are among the fastest
growing populations in the U.S. and Canada. It is vital to understand different people’s working
experiences and how they might experience employment discrimination. In the discussion of
intersectionality, women are apparent targets of employment discrimination, so their experiences
may differ from Nigerian men. For this reason, this research solely focuses on Nigerian women
working experiences in the U.S. and Canada to gather in-depth and rich data amongst a particular
group. Nigerian women's perspectives and experiences with employment might lead to an
expansion and/or stricter implementation of employment discrimination laws to protect
minorities, inform employers of the need to support the integration of African immigrant
workers, and encourage policies that support immigrant womens’ career goals. My research
might also benefit Nigerian policies on employment practices by developing laws and policies to
support Nigerian workers and protect them from discrimination, which can contribute to the
betterment of Nigeria by encouraging Nigerians to stay and work there rather than leave.
BACKGROUND RESEARCH
Drivers of Black African immigration to the United States and Canada,
Recent research has found that Black Africans are one of the fastest-growing populations
of U.S. immigrants. Before this voluntary immigration, it is estimated that twenty million
Africans were forcibly brought to the Americas during the slave period (Gordon, 1998). After
slavery ended in the 1800s, immigration data shows 350 Africans coming to the U.S. from
1891-1900, and the population slowly grew. Later, Capps, McCabe, and Fix note that in 1980,
there were about 64,000 Black Africans in the U.S. By 2009, the population had risen to 1.1
million Black African immigrants in the U.S. Batalova & Lorenzi, authors of a Migration Policy
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Institute research on Black African immigrants confirmed this growth, noting that by 2019, the
Sub-Saharan African immigrant population had risen to 2,094,000 and is expected to keep on
growing. The United States is one of many countries in North America to see this growth in
African immigrants. Trends detailed in the recent article, “Canadian Ethnicity, Language and
Immigration Thematic Series: Diversity of the Black population in Canada: An overview,” show
that most recent Black immigrants to Canada come from Africa. This is a change as in the past
most Black immigrants came from the Caribbean. In both countries, it has been found that
Nigerians make up one of the largest recent sub-Saharan African immigrants and continue to
grow. So what is behind these more recent patterns of migration?
In their article, "African migration: trends, patterns, drivers," authors Flahaux and Haas
note that “media portrayals and rhetoric fueled by scholars and politicians” have stereotyped
African migration, mass displacement, and migration to Europe solely because of conflicts and
poverty. Flahaux and Haas argue these stereotypical ideas about African migration are based on
"assumptions, selective observation or journalistic impressions rather than on sound empirical
evidence" (Flahaux & De Haas, p. 1, 2016). Although poor people migrate, they do not do so
often and usually migrate within Africa. Recent scholarship on the migration drivers of African
immigrants has found more evidence pointing toward African migrants migrating because of
"family, work, or study" and to fulfill their aspirations. Moreover, they move not only to Europe
but also to Arab states and the Americas (Flahaux & De Haas, p. 2, 2016).
Capps, McCabe, and Fix state that “the refugee and diversity programs have expanded
the diversity of the African immigrant population in recent years in the United States” (Capps et
al. p. 13). There is a similar pattern of African migration to Canada. Edward Opoku Dapah, in his
book chapter "African Immigrants in Canada: Trends, Socio-demographic and Spatial Aspects"
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from The New African Diaspora in North America, writes that before 1967, Canadian
immigration policies were discriminatory against non-European immigrants, especially Africans.
The expansion of the Canadian immigration policy which had restricted immigration to
European-based countries, to people from Latin America, Africa, and Asia has increased the
population of African immigrants in Canada. Many African immigrants, mainly from West
Africa, hold at least a 4-year degree, making them one of the most educated immigrants in both
the U.S. and Canada. Dapah writes that excluding refugees, who immigrate due to violence and
disasters, employment is the sole factor in the motivation of African immigrants. However, when
they arrive, despite being educated and proficient in English, these groups find it challenging to
find jobs because of discrimination in the job market.
Employment Discrimination and Employment Discrimination Laws in the U.S. and
Canada
This takes us to the next idea of discrimination itself, what exactly is discrimination, what
is employment discrimination, and what laws prohibit discrimination in the United States and
Canada. One of the challenges to addressing employment discrimination is that “there is no
universally accepted definition” of what counts as discrimination (Vandenhole, 2005, as cited in
Altman, 2020). However, many organizations and researchers have defined discrimination in
their research. Solely focusing on what discrimination is, the General Conference of the
International Labour Organisation defines discrimination as “[a]ny distinction, exclusion or
preference made on the basis of race, colour, sex, religion, political opinion, national extraction
or social origin, which has the effect of nullifying or impairing equality of opportunity or
treatment in employment or occupation (Discrimination (Employment and Occupation)
Convention, 1958 ). Employment discrimination occurs when there are discriminatory practices,
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such as “bias in hiring, promotion, job assignment, termination, compensation, retaliation, and
various types of harassment” against individuals because of their identities or characteristics
(Altman, 2020). Employment discrimination is one of the many forms of discrimination. It can
occur in obvious practices, such as refusal to hire because of one’s identity, and less obvious
practices, such as microaggressions.
Laws in the United States, such as the Title VII of the Civil Rights Act of 1964, and in
Canada, such as the Canadian Human Rights Act, prohibit and protect people from
discrimination based on race, gender, ethnicity, or national origin. Despite these laws to protect
against and prohibit discrimination, employment discrimination still occurs in various degrees.
Today, less blatant discrimination is more common than overt forms of discrimination. For
example, blatant discrimination is being treated with less respect at one’s workplace or bias in
promotion, while less blatant discrimination occurs in the form of “microaggressions.” The
American Psychology Association defines microaggressions as subtle yet harmful bias.
Microaggressions come in the form of “snubs, slights, and misguided comments that suggest a
person doesn’t belong or invalidates his or her experiences” (Basford et al., 2018). Along with
obvious discriminatory practices in employment, microaggressions can occur in the everyday life
of many people, especially minorities and immigrants. As demonstrated in this section,
discrimination cannot be narrowed down to a simple definition or specific incidence. They are
many forms, practices, and levels of discrimination.
Employment Discrimination in Nigeria
In the discussion of discrimination in employment, it is essential to note that Nigeria, like
most other countries, is a patriarchal society where gender inequality is rooted in the system.
Nigeria is similar to the U.S. and Canada with its ethnically diverse population. Nigeria has three

10
main ethnic groups: Hausas from the North, the Igbos from the Southeast, and Yorubas from the
Southwest. This is important to know as it is very likely that Nigerian women who come here for
the sake of employment have experienced gender or even ethnic discrimination if they move to
work in different parts of Nigeria.
In most parts of Nigeria, women are viewed as subordinate to men and perceived to be
homemakers. As a result, Nigerian women might have discriminatory work experiences because
of these gender biases. In “Women and Discrimination in the Workplace: A Nigerian
Perspective,” the authors Adejugbe et al. state that despite the large entry of women into the
workplace and improvement in professional and educational attainments, women are still
disadvantaged “compared to men in access to employment opportunities, the condition under
which they work, wages, and their access to opportunities for advancement” (Adejugbe et al.,
2018, p. 15 ).
The same authors state that women are discriminated against because of their age and
responsibilities as mothers and face harassment from their colleagues and male employers. There
are laws prohibiting employment discrimination in Nigeria. One law is Section 17 of The
Constitution of the Federal Republic of Nigeria and the Labour Act of 2004 (Adejugbe et al.,
2018, p. 23). This law protects people against exploitation; however, Section 17 does not provide
women the right to employment and job security. The Labour Act 2004, which is supposed to be
Nigeria’s “most comprehensive piece of Labour legislation,” provides no provision to equalize
employment opportunities for all Nigerians or prohibition against gender discrimination.
Maternity protection is the labor law that offers the most protection to women working in Nigeria
(Adejugbe et al., 2018). While the Nigerian government has tried to combat discrimination in
employment, women still face discriminatory challenges, and discrimination varies from region
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to region. The authors advise that it is essential that the government does more and work harder
to promote gender equality in Nigeria and Nigerian workplaces (Adejugbe et al., 2018).
As demonstrated, African immigrants, especially Nigerian immigrant women and other
African immigrant women, before coming to the United States and Canada, already faced gender
discrimination in their workplaces in Nigeria; how does that discrimination change when they
come to the United States? The following section offers some insight into this question.
Prior studies discussing employment discrimination against African immigrants
Employment Discrimination against African immigrants
Researchers have found that immigrants/ethnic minorities face discrimination in the labor
market, which may lead to lower incomes and smaller economic returns than the dominant
groups in their new countries (Kposowa, 2002). Kposowa found that despite Africans having
high educational attainment in the 1980 and 1990, they received the lowest income compared to
Whites and native-born Blacks in the United States. They faced discrimination because of
language barriers, occupational backgrounds, and prejudices and stereotypes.
Language Barrier
Edward Opoku-Dapah writes that in Canada, there is a high unemployment rate amongst
some African groups. For Somalis, “unemployment rates have hovered between 23 to 50 percent
since 1995” partially because of their “poor English-speaking skills and low levels of the formal
education accomplishments critical for labor market success in Canada” (2006, p. 78). However,
Africans such as Ghanaians, Ethiopians, Kenyans, and Nigerians with English proficiency and
high educational achievements also have “difficulties finding jobs and integrating into the
Canadian economy because of accent barriers (2006, p. 78).
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African immigrants face a similar language barrier in the United States. This
discrimination can be divided into two categories; Africans who cannot speak English well and
African immigrants from English-speaking countries who face barriers because of their heavy
accents and vernacular. Andemariam remarks that a USA Today/CNN/Gallup poll released in
1997 contributed to this discrimination by stating that lack of English proficiency amongst
immigrants “costs businesses more than $175 billion a year due to lost productivity, wages, tax
revenue, employment compensation, and work-related miscommunication” (Andemariam, 2007,
p. 114). Similar polls and publications that make false assumptions about the English proficiency
of all Africans make employers even more reluctant to hire immigrant workers.
Occupational backgrounds
Many Africans come to Canada with a “disadvantageous occupational background, that
is, a background that does not enable them to cultivate an occupation, skills or profession
readily” (Opoku, p. 79, 2006). Because of their background, they are less likely to be hired in
professional or managerial occupations. Even when some come in with professional degrees or
obtain professional degrees and skills in Canada, it is still challenging to develop their
professions with the Canadian economy (Opoku, 2006, p. 78). Africans with occupational
backgrounds that are more adaptive such as medical doctors, pharmacists, and lawyers, become
self-employed, often catering to their communities. In contrast, those with occupational
experiences, such as teachers, computer scientists, and engineers, find it challenging to become
self-employed or make it in the Canadian economy (Opoku, 2006, p. 80). Moreover, because of
their “weak labor-force participation rates and employment in low-skilled jobs”, Africans have
low annual income compared to other Canadian residents.
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Just as skilled African immigrants in Canada face employment discrimination because of
their qualifications, highly skilled immigrants in the United States face the same issue.
Andemariam writes that most African immigrants in the U.S. are stereotyped as having limited
English language ability and poor educational background (Andemariam, 2007, p. 113). These
assumptions already create barriers to seeking professional opportunities for African immigrants.
However, highly educated and skilled African immigrants face another obstacle: most American
employers refuse to recognize their credentials and qualifications. As a consequence, these
immigrants are propelled to further their education, yet some employers are still reluctant to hire
them because of their stereotypes about their country of origin.
Prejudices and Stereotypes
Opoku-Dappah argues that some of the struggles Africans face in the labor and
employment sector are because of “prejudicial and structural barriers” that make it difficult for
them to participate in the broader Canadian society. Some Africans are unable to find work or
stable employment or have lost their employment due to ethnocentric attitudes that devalue their
skills and qualifications and racist and discriminatory treatment in hiring practices. Africans in
Canada have racist and discriminatory experiences finding jobs and employment by their
supervisors, employers, and co-workers (Opoku, 2006, p. 86).
In their study to illuminate the discriminatory experiences of African immigrants in the
U.S., the authors of “‘All I know is that there is a lot of discrimination’ Older African
immigrants experiences of discrimination in the United States” find that African immigrants
perceive discrimination in the U.S. to be worse than in their home countries. The participants in
their study narrate several themes of discrimination that occurred in their workplaces. These
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African immigrants experience accent discrimination, unfair treatment perpetuated by clients and
colleagues, and structural discrimination (Nkimberg et al., 2021, p. 199).
Lastly, Andemariam reports that there is a misconception, maybe even a stereotype, that
immigrants and refugees take jobs away from natives. Most people in the United States consider
African immigrants less educated and ignorant because of media portrayals of African countries.
This negative image of Africa and Africans also discourages employers from hiring them in their
organizations or companies. To end on a more optimistic note, Andemariam concludes that
African immigrants are quickly learning how to live out their “American dream” and build
themselves and their communities.
In the following section, I hope to highlight how discrimination affects African
immigrant working women in their host countries.
Employment Discrimination against African immigrant women
In “Being black, foreign and woman: African immigrant identities in the United States,”
Funmilayo Showers contextualizes how racial and ethnic identities shape the work lives of
African women in the USA through the health care setting. She explores the identities of
immigrants through the framework of their work, ethnic and gender identity. Understanding how
race and ethnicity intersect in the lives of black immigrants could contribute to the understanding
of racial identities and “highlight diversity in experiences among national and regional groups”
(Showers, 2015, p. 1815). Through her study of West African women workers, she shows how
“race and ethnicity combine to reveal how the African immigrant experience broadens our
understanding of black immigrant incorporation in the USA” (Showers, 2015, p. 1816).
Showers’s findings which show that discrimination and racism impact the experiences of these
women in their workplace, contradict previous works that argue that the identities of African
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women make them exempt from discrimination experienced by Black Americans. She argues
that the construction of Africa as “inferior and backward” affects their working experiences in
healthcare settings.
Covering a similar topic of discrimination against African immigrant women, in her
dissertation, Abbah presents qualitative research exploring the effects of human resource policies
on 15 African women immigrants and their U.S. counterparts in Oregon through analysis and
interpretation of data from one-on-one interviews. Abbah explores several factors, such as
prejudice, culture/religious differences, and language and communication proficiency, affecting
these African women’s working conditions. The findings from her interviews with participants
demonstrate that there is poor knowledge and understanding of Human Resource Policies in the
workplace and limited social integration in the workplace, meaning they are unable to connect
with their colleagues. Lastly, they experience prejudice and discrimination because of factors
such as their English Language proficiency, race and ethnicity. Using personal narratives from
African women, she breaks down the stereotypes and misinformation about immigrant women
and the effects of human resource policies on their work.
Like Showers and Abbah, Nwabah and Heitner frame their research on employment
discrimination by studying African immigrants. In their article, “Women of Courage: Leadership
experiences of female Nigerian immigrants in Texas,” Nwabah and Heitner explore the
experiences of 22 Nigerian immigrant females in leadership positions in Texas. They conducted
interviews and focus groups among Nigerian immigrant women from 28 to 52 years (Nwabah &
Heitner, 2009). They analyzed their results through themes that emerged in the discussions and
narratives of women in the interviews and focus groups. Their findings suggested that Nigerian
women see their arrival in the United States as a form of opportunity. However, adapting to the
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workplace environment takes work for Nigerian women. Although Nigerian women often
continue their education when they come here, they must work harder than American-born
workers to access leadership opportunities (Nwabah & Heitner, 2009). Assimilation into the
work culture is complex; furthermore, in their journey to attain leadership positions, these
women experience barriers due to their identities as Nigerian women. The authors conclude that
the successful transition of female Nigerian immigrants to the U.S. workplace can motivate
immigrants from Africa and inspire new immigrants to reach for leadership positions (Nwabah &
Heitner, 2009).
Prior studies discussing the employment experiences of African immigrants reveal that
these group experience employment discrimination due to racism, sexism, and xenophobia. This
discrimination affects their seeking of employment, employment conditions, and advancements
in their field. In addition to findings of employment discrimination, the current study finds that
Nigerian immigrant women also view their employment experiences positively and largely prefer
employment in their host countries to their home countries.
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MATERIALS AND METHOD
Design
This study used quantitative and qualitative methods to explore Nigerian immigrant
women's employment experiences. The population for this study was Nigerian immigrant
women who live, work, or have worked in the United States and Canada. I collected data through
an anonymous Microsoft forms survey given to Nigerian women working in the United States
and Canada. Inclusion Criteria for the surveys were: (1) born in Nigeria, (2) Female, (3) 18 years
or older, (4) live in the U.S. or Canada, (4) ability to communicate in English, (5) Black race, (6)
worked in Nigeria (7) is currently working or has worked in the U.S. and Canada. There were 40
participants in the survey. The majority of the participants were older than 45, and the rest of the
participants ranged from ages 26-45. These participants were enrolled in this study from October
30th to November 16th.
The study survey protocol was approved by the City University of New York Institutional
Review Board (IRB)
Recruitment and data collection
Participants were recruited through word of mouth and Whatsapp. The surveys were sent
through Whatsapp messages directly to individuals and shared in group chats with IRB approval
of the recruitment method. Participants were first informed of the purpose of the research, and
the surveys followed right after. The surveys were given through Microsoft forms and contained
twenty-six questions. The consent form was implemented into the surveys, and participants could
not move forward if they did not consent. The survey questions ranged from multiple-choice to
ranking prompts and open-ended questions. All questions except the consent and the identity
marker were optional. The survey asked questions about their jobs in Nigeria and their current
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jobs, whether or not they furthered their education after arriving in the country they currently
reside in, and whether they continued in the same industry. The questions then shifted tone to
workplace experiences asking these women to rate on a Likert scale of ‘agree, disagree, neutral,
strongly agree, and strongly disagree’. This part of the survey asked participants to rate
themselves on prompts such as whether they feel safe and empowered in their workplaces; if
they had a better experience as a Nigerian worker than they did as a Nigerian immigrant worker
in their current country and if their work experiences have improved since moving to the U.S.
and Canada. Open-ended questions asked participants about their work experiences in Canada or
the United States, possible experiences of discrimination, and how they could ensure they did not
face discrimination in their workplaces.
The survey questions were intended to explore Nigerian women's working experiences.
Data Analysis
The surveys were analyzed by thoroughly reading the questions and responses. This
reading of the surveys allowed me to view the responses to the surveys as the collective
experiences of the participants within this study and also sort out how individual responses
correlated and differentiated. Open-ended questions allowed me to compare and contrast, which
allowed me to draw on the main ideas being reported throughout the surveys.
Research Question:
● How do Nigerian immigrant working women assess their employment experiences in the
U.S. and Canada?
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FINDINGS
Summary of Key findings
According to the results of the survey, the majority of the participants felt positive about
their experiences in their workplaces in the United States and Canada because of access to
resources, comfortability, accommodation, and by the existence of employment discrimination
laws. Although some participants experienced discrimination, they vastly preferred their current
work experiences in the United States and Canada to their work experiences in Nigeria. Some
participants noted that the work in the U.S. and Canada was more rewarding and financially
beneficial. Others explained that they experienced more discrimination in Nigeria than in their
host countries.
Key Finding 1
Despite experiences of discrimination, Nigerian women report positive employment experiences
in the U.S. and Canada.
The survey results showed that most Nigerian immigrant women in the U.S. and Canada
assessed their working experiences positively. Positive experiences were expressed through how
the women felt about their current job, how their identities affected their experiences at work,
and their experiences of workplace discrimination. These assessments were done through the
survey through ratings to prompts on a Likert scale and their responses to multiple choice and
open-ended questions.
In assessing participants' feelings about their work experiences, the survey results show
that most participants felt safe, empowered, and comfortable as Nigerian immigrant women in
their workplaces. Moreover, 44.4% of participants agreed, and 38.9% strongly agreed their work
experiences had improved since they moved to the United States or Canada. Most participants
continued to positively associate their workplace experiences in the U.S. and Canada for various
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reasons, including but not limited to the protection offered by employment discrimination laws,
financial improvements, and the appreciation they received for their work.
Laws as a form of protection
When associating their employment experiences in the United States and Canada with
positive connotations, one of the themes that repeatedly came up was how the employment
discrimination laws offered protection against discrimination and made employment more
secure. Participants described how employment discrimination laws contributed to positive work
experiences.
One participant noted, "My work experience is better here in the United States because of
law and order.” She noted that her experiences were better in the U.S. because of the laws that
offered protection against employment discrimination. Another participant commenting on the
the effects of the employment law notes that she “observed that because people are aware of
laws against discrimination, hence they tend to pretend (however action speaks louder than
voice).” This participant hinted that although employment discrimination law protected her from
obvious discrimination, it did not do so from microaggressions. However, her experiences are
still better in her host country.
Participants also noted that employment discrimination laws did not just offer the law as
a protection but also offered a way to guarantee their jobs. For example, a participant wrote that
her “work life is still better in Canada than Nigeria because in Nigeria, even if you are harassed
sexually or treated unfairly, the organization would most likely not do anything about it; you may
even lose your job for speaking out." Agreeing to the importance of employment discrimination
law as a way to guarantee jobs, one participant wrote that she felt “comfortable expressing
[herself] in [her] workplace without fear of losing [her] job or being suspended.” Lastly a
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participant reminded that labor unions offered protections that prevented workers from being
“laid off easily.”
Participants did not always explicitly state that employment discrimination laws were a
factor of their positive work experiences. However, words such as “law and order” and “without
fear of losing my job” allowed for the inference that participants saw that there is a positive
effect of employment discrimination laws. Moreover, other protections, such as labor unions,
also contributed to the positive experiences of these women. The awareness of these protections
allow Nigerian immigrant women in the U.S. and Canada to have positive associations with their
employment experiences.
Enriching work experiences
Another reason Nigerian immigrant working women associated their employment
experiences positively is the presence of enriching work experiences. These women stated that in
their employment, their work was appreciated, they had opportunities for professional
development, and given resources that allowed them to succeed. These women offered various
examples of the way their work has been enriched since they began working in their host
countries.
In explaining why she considered her employment experiences in the U.S. and Canada
positively, a participant noted that she received “more appreciation of the work I do here in the
U.S., And there is much more room for growth in the U.S. work environment." In agreement,
another participant noted that she had good work experiences because “the commute is easier, the
work is more appreciated.” These women noted that the appreciation of their work led to their
positive work experiences.
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Other participants stated that professional development contributed to their positive work
experiences. For example, a participant stated that employment experiences in the United States
were better because her “workplace has provided me with tools for career growth irrespective of
my sex or race.” She then stated in addition to professional development, she was being
“mentored for next-level leadership and recognized for my contributions." In addition to
professional development, participants also note that having resources and access to information
have contributed to their positive employment experiences in the United States and Canada.
Another reason Nigerian immigrant women in the United States and Canada associate
their employment experiences positively is because of improvement in their finances.
Participants in the survey cited that wages are paid on time in their host countries, and
financially, the work is more rewarding. And most importantly, they were able to pay their bills
and send money back home to support their families.
This survey showed that Nigerian immigrant women in the United States and Canada
viewed their employment experiences positively and had experiences that contributed to those
views. Participants tended to positively associate their work experiences for many reasons, such
as financial stability, work appreciation, professional development, access to resources, and job
protection. However, not all participants necessarily viewed their employment experiences in the
U.S. and Canada as positive.
Key Finding 2
Experiences of discrimination at work
Qualitative research such as "Being black, foreign and woman: African immigrant
identities in the United States" and "Women of Courage: Leadership experiences of female
Nigerian immigrants in Texas has shown that African immigrant women to experience
discrimination based on their various identities and sometimes even their accent. This research,
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through quantitative data, confirmed findings of discrimination against Nigerian women because
of their identities. This research also went further by asking participants which identities they
might have been discriminated against, examples of discrimination, and what they did about it.
23 % of the participants noted that they had been discriminated against, 28% of participants
noted that they might have been discriminated against, and 50% stated that they were not
discriminated against. Most participants chose that all their identities, "immigrant, racial,
Nigerian or ethnic and female," affected their experiences of discrimination.
When asked to share examples of discriminatory experiences, participants shared
multiple stories of the discrimination they experienced that exemplified themes of xenophobia,
racism, and sexism. When narrating her experiences of discrimination, one participant told the
story of how the juveniles she works with repeatedly tell her to "GO BACK TO AFRICA." She
said these experiences weigh her down so much that she wishes Nigeria had a better functioning
government. If it did, she would not have to travel “overseas looking for employment to earn a
meaningful living.” This participant's experiences of xenophobia affected the conditions of her
employment and how she views her experiences.
Another participant, in narrating her experiences of discrimination, tells a story of gender
and racial discrimination. She states that after two years of working in her company, she was the
“least paid amongst all my colleagues that were hired the same week, the same position,
even though I had the highest international qualifications and work experiences. I was
the only Black and only female. The difference in salary was approximately $10,000 per
annum, and I was given the most complex project”
This participant notes that although she was not sure if this was done on purpose, this experience
to her was gender and racial discrimination that diminished the work she did with the company.
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This participant was not the only one to experience discrimination because of her gender and
race. A pharmacist who partook in the survey wrote that she also experienced discrimination so
many times as a Black pharmacist in Canada that she began to feel less bothered. Another
participant, who had recently gotten promoted, writes that people commented that the
“promotion was given because the organization was trying to meet their target to have more
female and visible minorities in top positions," not considering that she was given the promotion
because of her qualifications.
Nigerian immigrant women in the U.S. and Canada also experience discrimination
because of their accents and qualifications backgrounds. A participant stated that she “ was laid
off [from work] for three weeks because of her accent,” while two other participants cited
examples of how their educational backgrounds were often reassessed and undervalued.
Nigerian immigrants noted their experiences of discrimination made them feel “sad,”
“disappointed,” “out of place,” “embarrassed,” “unappreciated,” “cheated,” “frustrated,” “not
belonging,” “less worthy,” “less of a person” and “belittled.” These words portray the effects of
discrimination against Nigerian immigrants in American and Canadian workplaces. Although
most participants reported their experiences to their employers, very few saw changes. Others
felt they had to accept the discrimination or could not report it. These effects of discrimination
show the frustration and helplessness of Nigerian women in their workplaces in the U.S. and
Canada. These challenges reveal the outcome and impact of employment discrimination against
Nigerian immigrant women in their workplaces. This should be addressed by necessary
authorities, agencies and employers to minimize the impact of employment discrimination
against immigrant women in their workplaces.
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As stated earlier, various research has already confirmed that Nigerian and African
immigrants experienced discrimination based on their skills, education from their home country,
accent, race, and national origin. This research continues this discussion of employment
discrimination against African immigrant women by showing how they continue to experience
discrimination in their workplaces despite the laws in place to protect against employment
discrimination.
Key Finding 3
Preference of American and Canadian workplaces to Nigerian workplaces
The survey also shows that Nigerian immigrant women prefer their workplaces in the
United States and Canada. Participants noted that some reasons for this preference were because
but not limited to feelings of inclusion and rewarding work experiences. 55.9% of the
participants in the survey agreed that their work experiences in the United States and Canada
were better than in Nigeria. Moreover, 88.9 % agreed that their work experiences improved since
they began working in the United States and Canada.
In the open-ended questions, when participants were asked to reflect on what made their
experiences in the American and Canadian workplaces different from their previous Nigerian
workplaces, they shared both positive and negative differences. Participants in their workplaces
narrated that regularity in salaries in the United States improved their working experiences, but
lack of control over what hours they had off from work made it difficult. On what made their
experiences better, a participant noted that her work experiences in the U.S. were easier because
positions were not given based on nepotism; instead, it was based on qualifications. Another
participant noted that although in her workplace she had “tools and resources readily available to
help [her] in her daily work,” she had to begin at entry level after spending years with her career.
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Other participants preferred their work experiences in the U.S. and Canada because of
“better resources,” “better work-life balance,” “much more accommodation,” “less critical”
workplaces and improved working experiences. Although most Nigerian immigrant women
preferred their experiences in the U.S. and Canada, participants expressed that they wished the
Nigerian government could do more so they would not have to leave their home country in
search of better work experiences.
This study aims to bring further awareness to the experience of Nigerian working women
in the United States and Canada. Findings from the survey produce different results than what
previous researchers focused on this topic presented. The findings showed that despite
experiences of discrimination in their workplaces, Nigerian women in their American and
Canadian workplaces view their work experiences as largely positive.
CONCLUSION
Discussion
In this paper, I focused on the employment experiences of Nigerian working women in
the United States and Canada. I began this research by studying employment discrimination
against Nigerian women, assuming that they constantly experienced discrimination in their
workplaces and would prefer their Nigerian workplaces due to the discrimination they
experienced in their host countries. I then revised my research focus by expanding the study to
include the employment experiences of Nigerian women in the United States and Canada. The
research question used to explore these women's employment experiences in their host countries
of the United States and Canada were “How do Nigerian immigrant working women assess their
employment experiences in the U.S. and Canada?” This question by extension includes and
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reveals how Nigerian women view their workplace experiences in Nigeria compared to the
United States or Canada.
Previous research about the work experiences of African and Nigerian women mostly
centered around employment discrimination using qualitative data. This research, rather than
focusing on just possible experiences of employment discrimination, decided to expand on their
work experiences in general through quantitative and qualitative data. The first finding showed
that most Nigerian immigrant women in the United States and Canada viewed their work
experiences positively. The second finding despite their positive experiences, they still
experienced workplace discrimination. Lastly, findings show that Nigerian immigrant women in
the U.S. and Canada preferred their work experiences in their host experiences to Nigeria due to
the reduced discrimination and increased resources and support they received in their current
workplaces.
These findings enrich our knowledge of the employment experiences of African
immigrants by bringing a new perspective on how Nigerian immigrant women, and maybe even
other immigrant groups, might view their work experiences. While it is important that we
continue to deepen the knowledge of employment discrimination against African immigrants, it
is also important that we aware of how they assess their employment experiences in spite of
discriminatory experiences. This allows for a wider array of scholarship and understanding on
the experiences of African immigrants.
Moreover, this research stresses the need for further inclusion and can be used to explore
how employers and the government can continue improving African immigrant workers'
experiences. These findings can also point out the benefits and the flaws of the employment
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discrimination law and use that as a guide to further actions and policies to reduce employment
discrimination in these countries.
Limitations of the Study
This study on the employment experiences of Nigerian immigrant working women was
limited in some ways. One was because of time restrictions, I only had three months to conduct
this study, and usually, research takes longer to produce more effective work and data. Another
way this study was limited was that there were only 40 participants in the survey. Twenty-two
participants were from the United States, and 17 were from Canada. Although this is a large
number, the study was a convenience sample, participants were gathered through word of mouth,
and this might also have influenced the data and may not represent the population of Nigerian
immigrant women in the United States and Canada. Lastly, the survey questions could have done
more to encourage participants to expand on their employment experiences.
Recommendations for Future Research
For future research surrounding the employment experiences of Nigerian immigrants or
other African immigrants, I suggest that a bigger study be conducted to garner more data on the
employment experiences of this social group. I believe qualitative and quantitative data will be
the most useful in this research because they can create more concrete data on the employment
experiences of African immigrants.
Moreover, future research should consider narrowing down to one country such as the
United States, or even states within a country so as to fully explore what these experiences mean
for each country. For example, it would be interesting to know how the employment experiences
of Nigerian immigrant women in Texas might differ from the employment experiences of
Nigerian immigrant women in New York. I would also like to suggest that future researchers also
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expand this topic by researching African male immigrants on their work experiences compared
to their home countries. These recommendations might create interesting findings that could lead
to empowering African immigrants in their workplaces and profer solutions to problems that
arise out of employment discrimination.
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APPENDIX
Nigerian Map of its Ethnic Groups

Figure 1: Nigeria Map showing the Ethnic Groups Constituents. (Lodson et al., 2018)
Participants’ Demographic

Location of participants
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Age range of participants

Educational Levels of participants from Nigeria
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Participants rating of their workplace experiences
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Participants recommendation to combat employment discrimination
Participants were asked to think about ways to combat employment discrimination, here are
some of their responses:
➔ More awareness on racial and gender discrimination
➔ To fight stand and fight for us
➔ Be open minded and treat everyone equally.
➔ Put law and order in place and treating everyone equally
➔ In my situation, I don’t think anything can be done as we have the laws in place are
people are not flouting the laws
➔ Give Women same opportunity as Men
➔ Zero tolerance to discrimination. Listen more to women
➔ More empowerment
➔ Educate and empower women and young ladies.
➔ Better pay
➔ Training
➔ Not to discriminate
➔ Improve the union
➔ Make Provisions for Low Payment Housing and the Government should support workers
with their utility bills since we are paying Taxes to the Government.
➔ Say no to discrimination
➔ More campaign against racism
➔ Educate people and training programs
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➔ Try to improve on labor law to accommodate more flexibility for women and immigrants.
In terms of having time for the family.
➔ Better pay for women and better opportunities.
➔ Establish more laws against discrimination against women at work
➔ Provide fair chances to all

